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 ABSTRACT 
This study investigates escalation of intra-familial conflicts in family top management teams. 
Using a Critical Incident Technique approach, this study uses interviews to collect data from 23 
family and non-family individuals and groups within six large-scale privately-held family 
businesses in Indonesia. The study develops a theoretical model to explain why family business 
conflicts escalate and become destructive.  An inductive content analysis found that the use of a 
dominating strategy by both parties in dealing with conflict, the expression of negative emotions, 
and the involvement of non-family employees are more likely to cause escalation. This study 
contributes to the theory of family business conflict to help family business more satisfying and 
productive.  
Keywords: Family business, Family conflict, conflict escalation, conflict handling strategies, 
negative emotions, non-family employees.  
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Introduction 
A family business is defined as a company where ownership, control, and key management 
positions are concentrated in a group of people who have familial relationships (Bertrand & 
Schoar, 2006). The existence of a family group in the business plays an important role because 
they usually determine the direction, policies and sustainability of the business. They also give 
financial support, interpersonal support, unpaid work, and work collectively to promote the well-
being of the family and the business (Van Auken & Werbel, 2006). However, family members 
have diverse values, knowledge bases, motivations, and experiences that may generate different 
perspectives regarding the strategic decisions firms should take. Consequently, the most serious 
challenge to family members working together as a team is the occurrence of conflict among 
them.  
Although conflict is prevalent in any organisation, conflict in family firms is even more 
complex. In addition to dealing with all the issues businesses generally experienced, family firms 
face specific problems, such as differences in family and business values, sibling rivalry, 
nepotism, family members’ voices, succession, sharing control among family members, 
compensating family members, and maintaining loyalty of non-family members (Eddleston & 
Kellermanns, 2007; Kellermanns & Eddleston, 2004; Sorenson, 1999). These differences often 
lead to intractable conflict  in family firms (Leibowitz, 1986). Family business literature has 
recognized conflict as the main factor that contributes to the failure of family businesses (Harvey, 
Cosier, & Novicevic, 1998; Merwe & Ellis, 2007).  
Despite jeopardizing the survival of family firms, conflict has not been extensively studied 
in family business research (Benavides-Velasco, Quintana-García, & Guzmán-Parra, 2011; 
Hermann, Kessler, Nosé, & Suchy, 2011; Sharma, 2004). While, there are many anecdotally-
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based books and articles on family business conflict (Astrachan & McMillan, 2003; Cosier & 
Harvey, 1998; Kellermanns & Eddleston, 2004; Van der Heyden, Blondel, & Carlock, 2005), 
little sound empirical research has been conducted. Research in this field mainly focuses on the 
antecedents of conflict (e.g., Danes, Zuiker, Kean, & Arbuthnot, 1999; P. S. Davis & Harveston, 
1999; P. S. Davis & Harveston, 2001; Eddleston & Kellermanns, 2007; Eddleston, Otondo, & 
Kellermanns, 2008; Wakefield & Sebora, 2004), the effects of conflict  (e.g., Amarapurkar & 
Danes, 2005; Danes, Leichtentritt, Metz, & Huddleston-Casas, 2000; Eddleston & Kellermanns, 
2007; Kellermanns & Eddleston, 2007; Merwe & Ellis, 2007), and conflict resolution (e.g., 
Sorenson, 1999). To date, no known study has examined why some family firms suffer more 
than others when conflicts escalate.  The aim of this study is to enlarge the understanding of 
conflicts in family businesses in response to frequent call for further research this area  
(Benavides-Velasco, et al., 2011; Hermann, et al., 2011; Sharma, 2004). Specifically, this study 
asks what causes the escalation of the conflicts. This work will provide richer understanding of 
family business conflict. Everyone involved in family businesses, whether they are owners, 
employees, or business consultants, will have better information for preventing, managing, and 
resolving conflicts before they become destructive. These practical implications of this study 
may increase the sustainability of family firms.  
Literature Review 
Although conflict has been studied extensively, there is a lack of consensus among scholars 
which has given rise to differing definitions with combinations of conflict attributes. For 
example, Korsgaard, Soyoung Jeong, Mahony, & Pitariu (2008) define conflict as “the 
experience between or among parties that their goals or interests are incompatible or in 
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opposition”. This definition agrees with Rahim (2002) who see it as “an interactive process 
manifested in incompatibility, disagreement, or dissonance within or between social entities”. 
Both definitions consist of some similar elements of conflict such as incompatibility, 
disagreement, dissonance, and opposition. Other researchers have defined conflict in a broader 
context. For instance, in her meta-analysis of intrapersonal conflict studies, Barky (2004) shows 
how researchers used different combination of conflict properties to define conflict, including 
cognition, behaviour, and emotion. She defines conflict as “a dynamic process that occurs 
between interdependent parties as they experience negative emotional reaction to perceived 
disagreements and interference with the attainment of their goals.” This study adopts a broader 
definition of conflict in  Korsgaard, et al., ( 2008) as “the experience between or among parties 
that their goals or interests are incompatible or in opposition”  
The Dimensions of Organisational Conflict.  
Organisational conflict literature has examined several key aspects of conflict. First, conflict 
scholars have identified different types of organisational conflicts based on the issues that are 
central to the conflict. Most studies have distinguished intragroup conflicts into two types – task 
and relationship conflicts (Jehn, 1995; Merwe & Ellis, 2007).  Task conflict refers to 
disagreements and differences in viewpoints, ideas and opinions among group members 
regarding work-related issues, such as conflicts about the allocation of resources, procedures and 
policies, or what investment should be taken (Carsten, Dirk Van, & Dijkstra, 2004). Relationship 
conflict is a perception of interpersonal incompatibility, such as disagreement about personal 
values or preferences, which includes tension, annoyance, and animosity (Jehn, 1997).  
Second, organisational scholars have suggested that, according to its level, conflict can be 
classified into several forms including (1) personal conflict. It is an intraindividual conflict or 
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conflict within the person, (2) interpersonal/dyadic conflict which occurs between an individual 
with another, (3) intragroup conflict which is a conflict among individuals within a group, (4) 
intergroup conflict, that is conflict between and among groups, and (5) interorganisational 
conflict that refers to conflicts between or among organisations (Wall & Callister, 1995). 
This study focuses on intragroup conflict - conflict among family members within TMT of 
their family firm. However, intragroup conflicts can compose of intraindividual and 
interpersonal conflicts. Korsgaard, et al., (2008)  argue that it is important to distinguish conflict 
process at individual and dyadic level in order to understand conflict process at the group level. 
For the purpose of this study, intra familial conflicts refer to both interpersonal and intragroup 
conflicts that will be used interchangeably.  
Next, another major research stream in the organisational conflict literature is interpersonal 
conflict handling strategies and their impact on individuals and organisational outcomes. This 
approach is based on the rationale that, while conflict is inevitable, it is important to handle the 
conflict properly.  
Most researchers distinguish conflict management strategies with a two-dimensional model 
of behaviour – comprising self and others – that produce five strategies as summarised by 
Sorenson, Morse and Savage (1999). Among these models, two models proposed by Kilmann 
and Thomas (1977) and Rahim (2002) seem to be the most widely used in organisational conflict 
literature. The first identifies the dual dimensions of assertiveness, which refers to the 
individual’s desire to satisfy his or her own concern,  and cooperation, which refers to the 
individual’s desire to satisfy other’s need, as the basis for differing responses of either 
competition (high assertiveness and low cooperation), collaboration (high assertiveness and 
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cooperation), compromise (moderate assertiveness and cooperation), accommodation (low 
assertiveness and high cooperation), or avoidance (low assertiveness and cooperation). 
The later identifies strategies based on the degree to which a person attempts to satisfy his 
or her own concerns and the concerns of others resulting in either dominating (high concern for 
self and low concern for others), avoiding (low concern of self and others), integrating (high 
concern for self and others), compromising (moderate concern on self and others), or obliging 
(low concern for self and high concern for others). Both models show a similar classification: 
compromising, avoiding, dominating or competing, obliging or accommodating, and integrating 
or collaborating, therefore these terms will be used interchangeably.  
A lot of studies have been conducted to examine conflict handling styles used by 
organisation/team members and their relationship with some factors, such as individual 
characteristics (gender, age, educational background, personality) (e.g., Moberg, 2001; Thomas 
& Thomas, 2008), culture (e.g., Kim, Wang, Kondo, & Kim, 2007; Posthuma, White, Dworkin, 
Yánez, & Swift, 2006), and hierarchical level in organisation (e.g., M. Afzalur Rahim, 1986; 
Weider-Hatfield & Hatfield, 1995).  
For example, Weider-Hatfield and Hatfield (1995) tested the relationship between conflict 
handling styles and the level of intrapersonal, intragroup, and intergroup conflict in three 
different relationships – with supervisors, with subordinates, and with peers. The findings show 
that the level of conflict intensity experienced by an individual was affected by the styles of 
handing conflict s(he) used, e.g., subordinates using a high-obliging style with supervisors 
reported experienced more interpersonal conflict. A study by Sorenson  (1999) found that 
collaboration styles produced positive outcomes for both the business and the family. Her results 
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also show that accommodation and compromise strategies were not significantly associated with 
business success, but with positive family outcomes.  
Finally, many studies have focused on reported different effects of conflicts. Task or 
cognitive conflict is generally functional. It may improve decision quality, understanding of 
decisions, and affective acceptance of TMT members.  On the other hand, relationship or 
affective conflict is suggested as dysfunctional conflict. It negatively affects both decision 
quality and affective acceptance TMT members (A. C. Amason, 1996). However, some studies 
have revealed contrasting results. For example, a meta-analysis by De Dreu and Weingart (2003) 
shows that both task and relationship conflicts negatively affect team performance.  Instead of 
focusing on the types of conflict, they suggest that the intensity of conflict may be the key factor 
affecting team performance.   
In the context of family business, several studies show that conflict in the business could 
affect: (1) individual well-being, such as satisfaction with family life (Danes, et al., 2000)  and 
satisfaction with spouse (Amarapurkar & Danes, 2005); (2) family relationships/harmony 
(Merwe & Ellis, 2007); and (3) business performance (Eddleston & Kellermanns, 2007; 
Kellermanns & Eddleston, 2007). For the purpose of this study, the impacts of conflict on 
individual, family, and business were used to evaluate the seriousness of conflict.  
Conflict Escalation 
Conflict can be identified in term of the frequency and the intensity of conflict. Frequency of 
conflict refers to how often conflict occurs and intensity of conflict refers to the seriousness of 
the conflict (P. S. Davis & Harveston, 2001). Conflict escalation refers to the process of an 
increase in conflict intensity. Escalation is one of the most important concepts and has well 
developed in conflict literature but not in organisational behavioural theory (Pruitt, 2012) . 
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Conflict theorists have proposed various models that explain the process of conflict escalation. 
One popular model is  Pondy’s (1967) phase model of conflict. She sees group conflict as a 
dynamic process of five sequential stages: latent conditions, perceived conflict, felt conflict, 
manifest conflict, and conflict aftermath. Latent conflict is the phase in which potential source of 
conflict exist and may surface at any time. Perceived conflict is the stage when people are aware 
that a conflict is present. At felt conflict stage, parties to the conflict feel stress, anxiety, and 
hostility. Conflict is in manifest stage when conflicts become visible. The fifth stage, conflict 
aftermath, ranges from conflict resolution to group dissolution. This model shows that conflict 
can escalate from latent condition to open observe conflict.  
Robbins (2004, p. 430) proposes the intensity levels of conflict as a continuum from lower 
(minor disagreements or misunderstanding) to higher (overt efforts to destroy the other party) 
levels of intensity. Conflict will escalate if it moves from the lower part of the continuum to the 
upper ranges. The higher the intensity, the more dysfunctional or destructive the conflict will be.  
This study does not examine stages of family business conflicts but rather discover factors 
that may extend or escalate conflicts between family members. The escalation of conflict will be 
seen from the effects of conflict on family business subsystems. The intensity of intrafamilial 
conflict is higher when it negatively affects all individuals, family and business subsystems. 
Research Method 
This research applies a qualitative approach to understanding the complex nature of phenomena 
from the participants’ point of view (Leedy & Ormrod, 2010). A Critical Incident Technique 
(CIT) is used to address the occurrence of conflict in family business.  
The Sample of Family Firms 
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Due to the various family business structures and different level of complexities, this study 
focuses on large-scale privately-held family businesses, which are: (1) more than 50 percent of 
the ownership is held by a group of people from a single family; and (2) there are two or more 
family members influencing the direction of the business through their involvement in day-to-
day operations. According to The Republic of Indonesia Law No. 20/2008 concerning Micro, 
Small and Medium Business, large-scale business is defined as enterprises with net assets more 
than approximately A$108,000 (land and building excluded) and with sales more than 
approximately A$450,000 monthly.  
A convenience sample of family business was identified based on 
relationships/cooperation with an author’s workplace and family business networks. A family 
business consultant was also approached to gain links with family businesses owners. There were 
nine privately-held family businesses who agreed to participate in this study out of the 12 firms 
initially contacted, resulting in a 75% response rate. However, three out of six family businesses 
were excluded because: (1) two companies did not meet the multiple participant criteria. As only 
a single participant could be interviewed; and (2) one company’s, response was too late to use. 
All of the six participating companies are Chinese-Indonesian family firms. The data 
confirms that participants are from large-scale family businesses with minimum monthly sales 
ranging from A$ 662,500 to more than A$17 billion. Five out of the six participating firms, 
which were referred as Companies A, B, C, D, E and F, are manufacturing companies. The age 
of the businesses ranged from 10 to 70 years, with an average of 37 years. The number of family 
members in the business ranged from 3 to 8 members (average 4.8). Non-family employees are 
present in the TMT of all firms in this study. The number of non-family employees in TMTs 
ranged from 1 to 3, with an average of 1.8. Five out of six of the participating family businesses 
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are multigenerational family businesses (Companies A, B, C, E, and F), which have two 
generations involved in the business. In Companies A, B, C, and E, the original founder(s) are 
still involved in the firm
1
. Company F is managed by the second and third generations. One 
company (Company D) is a single-generational company, which is managed by family members 
of the second generation. 
The Sample of Individuals 
Those involved in critical incidents included family and non-family employees in the TMTs of 
family businesses. Family members refer to people who are related by blood or marriage. Top 
management team includes commissioners, board of directors, president, vice-president, and 
managers. At least two participants of each family business were interviewed. As conflict is “an 
individual-level subjective phenomenon” (P. S. Davis & Harveston, 2001),  each individual may 
have varying viewpoints and  experiences and may explain the same conflict differently. 
Bringing all of these accounts together allows for consistency of information and a rich 
comprehensive picture of the perceptions, behaviours, attitudes of those involved in intrafamilial 
conflict. By employing triangulation of data sources – including family members of senior and 
junior generations, as well as those of non-family employees – this study is expected to enhance 
understanding of the phenomenon under study (Hesse-Biber & Leavy, 2011), to provide cross-
data validity (Patton, 2002, p. 248), and to demonstrate a representative result (Sharma, et al., 
2003). 
This study adopted a snowball sampling method. When an initial participant in a family 
business (usually owner or founder) agreed to take part in the study, they are asked to 
                                                     
1
Currently, Company B is a single-generational company because the original founder (the father) of Company B 
passed away few months before this study. However, some incidents reported by the participants in Company B 
referred to conflict between the founder with other family members. Therefore, in the analysis, Company B is 
classified as a multigenerational company. 
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recommend other family members or non-family employees who will be invited to participate. 
This method was effective to gain access to other potential participants in the same firm. 
Overall, 23 top management members (17 family members and six non-family employees) 
were interviewed. The family member participants were referred as Participant A1, Participant 
A2, Participant B1, and so forth for anonymity purposes. Participant A1 refers to family member 
respondent 1 in company A; Participant A2 refers to family member respondent 2 in company A, 
Participant B1 refers to family member respondent 1 in company B, and so forth. The non-family 
participants were referred as Participant NF A1, Participant NF B1, and so forth. Participant NF 
A1 refers to non-family member respondent 1 in company A, Participant NF B1 refers to non-
family member respondent 1 in company B, and so forth. 
 The majority of family participants are male (15 out of the 17 participants), presumably 
because Chinese people culturally exclude their daughters from the family inheritance (Zheng, 
2009, pp. 52-60). Several companies clearly stated that they do not allow wives (Companies C, E 
& F), daughters (company F), and daughter in-laws (Companies C, E, & F) to participate in the 
business operations. Among the 17 family members who participated in this study, 13 are 
university or postgraduate educated. Family member participants are predominantly second 
generation (11 participants), while three are first generation and three are the third generation. 
They have been in the business for 1 to 44 years, with average of 15.3 years. Participant ages 
ranged from 23 – 65 years, with an average age of 41. As a member of TMT two family 
members in this study held positions as commissioners
2
, five are president or executive directors, 
nine are managing  or functional (financial, marketing, operational) directors and general 
managers of a business unit, and one participant is a sales manager. 
                                                     
2
Generally, In Indonesia, the term “commissioner(s)” refers to “board of trustees” and the term “board of directors”, 
which includes president director, functional director, and managing director, refers to “executive board” in Western 
terms. 
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All of the non-family participants, except one participant (NF F1), were the members of 
TMT. Participant NF F1 was the secretary of the owner of Company F (Participant F1). She was 
recommended to be interviewed by the owner as she has been working in the company for more 
than 15 years and knew a lot about the company. There are an equal number of female and male 
participants. The ages of the participants vary between 35 years and 56 years and with the 
majority being 50 years and over. All participants had high level education. Four out of six 
participants had completed an undergraduate’s degree. One participant has a postgraduate degree 
and one was a diploma holder. The participants’ tenure with their firms ranged from 5 years to 
30 years, with an average of 14.8 years. 
Data Collection 
In-depth face to face semi-structured interviews were conducted to gain deep information about 
conflicts experienced by family members from family and non-family employees’ perspectives.  
The interviews were conducted exclusively by the researcher, whom they already know, to 
ensure the respondents will feel comfortable sharing their conflict experiences and to secure the 
awareness of the research problem.  
The interviews were divided into two parts. In the first part, participants were asked to 
describe the demographic profiles of the company and themselves, including the history of the 
company, company size (monthly sales and number of employees), family structure, and 
organisational structure, kinship ties of the family members participating in the business, age, 
and educational background. The second part posed questions about incidents (conflict) that have 
occurred in the business. This study adopted the sample form proposed by (Flanagan, 1954) as a 
guide to frame questions. This begins by giving a definition of conflict to the participants and 
then asking them to recall two significant critical incidents/conflicts which they had experienced 
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and could remember most clearly. They are then asked to describe them in detail by answering 
questions related to the events/incidents, such as “When did the incident happen?”; “What 
specific circumstances led up to this situation?” and “What was the outcome of these events?” 
Notes were taken for all interviews and audio tapes were made for 13 out of the 23 contributors 
who permitted this. Notes for unrecorded interviews were written up as soon as possible after 
completing the session. This enabled each interview to be accurately captured. 
For the purpose of increasing trustworthiness of the study, member checking were done 
within the interview (Hays & Singh, 2012, p. 206). Researcher used probing questions and 
clarification questions, such as what did you mean by saying that? does it mean that you xxx? or 
could you tell me more about this incident?, and paraphrasing to clarify and confirm information 
provided by participants. The interviews were conducted in Bahasa Indonesia and took from 
approximately 45 to 60 minutes in length.  
Generally, the participants were very open and some of them shared more than two 
incidents (e.g., Participants A1 and E1). However, some participants did not provide details 
about the nature of some incidents. This may be explained by the fact that Chinese people tend to 
hide the conflict to save their own or the family’s reputation (Kiong, 2005). Totally, forty-four 
incidents were obtained during the interviews. Some respondents reported the same incidents. In 
this case, the same incidents were only counted once.  This leaves 35 incidents to be evaluated. 
Eight out of 35 incidents were not included in the analysis. One incident was ignored because it 
was a conflict between family members and a non-family employee. Seven other incidents were 
excluded because of insufficient detail. During the interviews, participants tended to mention 
several incidents but only one or two of those incidents were explained in detail, including, for 
example, the parties involved in the conflicts and the reactions of the parties. Therefore, only 27 
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incidents were included in the analysis (Table 1). The incidents were numbered from 1A to 27F. 
The alphabet (A – F) refers to the name of the company in which the conflict happened.  
Data Analysis  
Qualitative data obtained from the interview was inductive content analysed using open coding 
to identify the themes that would represent the key characteristics of conflict in family 
businesses. An interpretive method, then, was used to interpret and to understand the 
participants’ experiences. 
The independent analysts coded 27 incidents on the basis of the code structure and 
categorisation that were developed by the researcher (Table 2). The coding results were 
compared. The intersubjectivity rates among three coders are between 79.5% and 80.1%. These 
show that coding could be considered conclusive because the inter-coder reliability reaches more 
than 70% agreement (Hays & Singh, 2012, p. 308). All disagreements were discussed and 
resolved.   
(insert Tables 1, 2 and 3 about here) 
Research Findings 
This section presents the key findings derived from the data.  Three themes related to the 
escalation of family business conflict emerged from the data analysis process, including the 
conflict handling strategies, the expression of negative emotions, and the involvement of non-
family employee(s).  These findings were summarised in Table 3 and discussed below.  
Effects of Conflict 
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Table 3 shows that conflicts can have different impacts on three family business subsystems – 
individual family members, family unit and also business entity.  It shows that some conflicts 
can be kept form escalating but some other conflicts escalate to the level where the functioning 
of the family and the business is disrupted.  
Conflicts in Companies A and B tended to negatively affect individual well-being, 
damaged the family relationships and interfered with the business working environment. 
Conflicts between a father (Participant A1) and his eldest son (incidents 1A & 7A), a sister (A3) 
and her young brother (A2) (incident 8A), a father and his son (B2) (incidents 10B & 14B), and 
between brothers (B1 – B2) (incidents 10B & 11B) escalated to a more destructive level which 
harms the family relationships, divides non-family employees, and ruins the business.  
In Company A, tensions between a father (Participant A1) and his son about human 
resource allocation and compensation (incidents 1A and 7A) and about a family issue (incident 
9A) have escalated destructively.  The father was sometimes annoyed and often gave in order to 
avoid further conflict. He stated: “To be honest, I often relent to my children to avoid 
confrontation. I am sometimes annoyed, but this is for the sake of this company.” These conflicts 
also negatively impacted their relationship as the son avoided meeting his father and did not go       
to the office to work. The father reported: “Conflict affected our relationship. My son didn’t talk 
with me and avoided meeting me. It impacted his work. He was rarely in the office or came to 
work.” Non-family employees, particularly those in middle and top level management, were 
negatively affected by those conflicts. They were split into several groups. Some employees 
sided with the father and some others sided with the son. (Participant NF A1) 
Intrafamilal conflicts in Company B have similar effects to those experienced by family 
members in Company A. Intense conflicts occurred between the father and his second son 
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(Participant B2) who was appointed to run a business unit. They were involved in conflicts 
which centred about business strategies (incidents 12B & 13B).  
These conflicts have damaged family relationships by, for example, breaking off 
communication between the father and his son after the son was fired from the company and 
expelled from the house. The profound effects of these conflicts were clearly described by two 
participants. Participant B2, said: “Finally, I was fired from the company and expelled from 
home. We did not talk to each other for a long time.” His statement was supported by his brother 
(Participant B1), who stated: “I was rarely involved in conflict with my father. My younger 
brother did. He was fired from the company and was expelled from home. At the time they were 
quarrelling, my father broke a chair and my brother hit the wall.”  
The interviews revealed that conflicts among family members negatively influence the 
business working environment. When family members cannot deal with their sharp 
disagreements, employees can begin to split into conflicting groups that potentially reduce the 
efficiency and effectiveness of their work. A non-family employee (Participant NF B1) reported: 
“Disagreements among them lead to employees being split into blocks or groups.” These 
conflicts also negatively affect the performance of the business unit. Participant B1 stated: “Now, 
this business unit could not compete and lost its market share significantly.” This was supported 
by another participant who commented: “Its sales fell and now the business unit was considered 
as a burden (of the holding company).” 
In two other incidents (incidents 10B & 14B), there were significant conflicts between 
siblings (Participants B1 – B2). A non-family employee in the management team (Participant NF 
B1) reported that the siblings communicated through other people, including non-family 
employees. He said: “There is almost no communication among them (siblings). They 
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communicate and control what their other family members want through third party 
(employees).” In addition to these negative impacts on family relationships, these conflicts also 
affected non-family employees who became divided into opposing groups.  
Some conflicts do not have the effects. In Company C, a junior family member (Participant 
C2) was frustrated because his new customer reward and new computerized business system 
ideas (incidents 16C & 17C) could not be implemented as no approval from his father and uncle. 
However, the conflicts did not influence their relationships according to the evidence provided 
by a non-family employee (Participant NF C1): “They [family members] have good 
relationships.” 
Some conflicts, on the other hand, are functional because they contain efforts to admit and 
clarify contrasting views. Participant D1 explained: “We share strategic decisions to other 
owners. As shareholders we are equivalent. If other shareholders have strong different reasons, 
we delay the decision.” This process can produce better decisions and lead to gaining support 
from other family members as Participant D1 said: “I used the disagreement to confirm whether 
the decision that will be taken is right or wrong.” 
This study also identified that conflicts may not influence business performance as much as 
predicted. In answering the question about the current economic performance of their firm, all 
family member participants reported that, on the whole, their firm was financially healthy or very 
healthy. During the conflict, family members sought to ensure that the business processes are not 
impacted. Comments, such as:“Conflict does not influence my job. For me, working is working.” 
(Participant A2); “Conflict does not influence our performance because the company has an 
established business system. Conflict should not disturb working systems and procedures.” 
(Participant B1); “Even when we are in conflict, we will keep on working.” (Participant B2) and 
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“conflicts do not interrupt our business operations as we continue working as usual” (Participant 
F3) reflect the awareness of family members of the need to maintain the viability of their firm. 
This was supported by a non-family employee participant (Participant NF B1) who explained 
why intense conflict between family members did not influence the operation of the business. 
One stated: “Conflicts occurred in a certain level [top management level]. Therefore, production 
[operational level] runs as usual. They [family members] are aware of not disrupting the 
business activities.” 
Furthermore, some participants reported that conflicts in their family firm do not affect 
them, their family, or their businesses. The data in Table 3 shows that not all conflicts in a family 
business affect family harmony (e.g., incidents 27F & 11B). These were supported by some 
participants who stated that conflicts between them in their family firm do not weaken their 
harmonious family relationships. Participant C2 stated:  “We [cousins] live nearby and we are 
close one to another. We do not talk about business at home. If there is a tension in the office, we 
talk about our next holiday at home. We go travelling together once a year.” Other participant 
said: “Generally, conflict does not influence our relationships in the family because we are all 
committed to our family values [should be unified and keep harmony of the family]. When 
conflict occurs, we resolve it soon.” 
For further discussion, the outcomes of conflict are classified here as serious, moderate, 
and low consequence. Serious conflict negatively affects the individual, family harmony, and the 
business operation/performance. Moderate conflict effects are only partial, and when low, it does 
not influence any family business sub-systems. 
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The Escalation of Intrafamilial Conflict 
By analysing each incident, comparing the comments from all participants, and looking for 
patterns, three themes emerged: expressions of negative emotion, conflict handling strategies, 
and the involvement of non-family employees in the conflicts. The link between each theme and 
the outcomes of conflict is presented in Table 3 and will be discussed below.  
Conflict Handling Strategies 
Conflict handling strategies refer to the way that family members respond to conflict. Table 3 
demonstrates conflict handling strategies used by the participants.  The findings show that the 
use of conflict handling strategies by the conflicting family members could increase the 
likelihood of the escalation of the conflict. Table 3 shows the relationships between conflict 
strategies and the outcomes of the conflicts. The complete data pairs in Table 3 clearly 
demonstrate three patterns of the relationship between the conflict management strategies used 
by family members and the outcomes of the conflicts. First, the serious negative outcomes of 
conflict were reported when a dominating conflict strategy was employed by both parties. For 
example, in Company A, conflicts (incidents 1A, 7A, & 9A) between a father (Participant A1) 
and his elder son were sharp and destructive. Parties to these conflicts tended to use more 
assertive and less cooperative strategies, placing concern of self before others, sticking to their 
own opinions, and ignoring others’ point of view. Similarly, father and son (Participant B2) and 
siblings (Participants B1-B2) conflicts in Company B escalated and negatively impacted on 
individuals, family, and business because both parties insisted on their own ideas.  
Second, the use of a dominating strategy by one party combined with avoiding/obliging 
strategies employed by another party have a partial effect on three family business sub-systems 
as seen at dyad conflicts between a father (Participant A1) and his children: a daughter 
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(Participant A3/incidents 5A & 6A) and son (Participant A2/incidents 3A & 4A).  When dealing 
with the conflicts, the father demonstrated a dominating strategy while the children tended 
employed an avoiding/obliging strategy.  The children’s avoidance behaviour was intended to 
prevent a prolonged conflict with their father. As participant A3 stated: “My father asked me why 
we [Participant A3 and her husband] could not reach the [sale]) target but he did not accept my 
explanation. To avoid a protracted conflict, we just say “look at the future.” Similar to his sister, 
Participant A2 chose to relent when he was in conflict with his father. He said: “My father’s 
desire must be fulfilled. I tend to relent. So it was not until the fatal conflict. I tend to keep 
silent.”  
Those conflicts did not interfere with the family relationships, but there was evidence that 
the conflicts negatively influenced the individual well-being and the business working 
environment. In the father – daughter conflicts, the daughter was adversely affected, as she 
explained: “Conflict really influenced me. I am annoyed by the conflict. I wonder why my father 
didn’t trust me.” Meanwhile, conflicts between the father and his son negatively impacted 
working conditions and employee motivation. As described by a non-family participant 
(Participant NF A1), non-family employees were divided into groups and tried to take advantage 
of conflict situations. She reported: “The conflict affects [non-family] employees. When we didn’t 
agree with the father, we talked to the children. Some employees hide behind the children when 
they had conflict with their father.” 
Finally, no negative effects of conflict were found when family members were willing to 
find a mid-way solution, tolerance for different views, moderate or showed high concern for 
others as well as themselves (compromising/integrating strategies). Family members in 
Companies C, D, E, and F, who reported no impacts of conflict on their individual, family and 
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business outcomes, generally employed compromising or integrating strategies in resolving their 
conflicts. For example, commenting on the effects of their conflicts, Participant F3 said: 
“Conflicts over business issues are frequent. For us, working is working, family is family. If we 
debated in workplace, then it’s over. It does not influence our personal/familial relationships.” 
Similarly, a participant from Company E stated: “Conflict does not interfere with our 
relationships. We do not have any problem outside the business.” (Participant E2). This 
statement was supported by his father who said: “So far, conflict at workplace does not affect 
their (sibling) relationships.” (Participant E3) 
The patterns mentioned above show that the use of a more assertiveness or concern of self 
than cooperation or concern of other approach can escalate the conflict. This leads to the 
proposition below: 
Proposition 1 
Conflict is more likely to escalate when both family members use dominating strategies.  
Expression of Negative Emotions 
The findings also indicated that emotional reactions often emerge during the conflicts. Table 3 
shows that family members are more likely to express negative emotions in reaction to a certain 
conflict. Based on the complete data pairs, the expression of negative emotions was reported 14 
times compare to only 8 times for the positive emotions.    
The data shows that the consequences of conflicts were related to negative emotions 
expressed by both parties in the conflict. When both conflicting parties responded to the conflict 
with negative emotions, the conflict is likely to have adverse effects on them as individuals, in 
their family relationships, or in the working environment. For example, destructive conflicts 
(incidents 12B, 13B) between a father and his son (Participant B2) were flooded with negative 
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emotions. The son was prone to violent outbursts and the father seems to get out of control. 
When they were quarrelling (incidents 12B and 13B), they expressed their feeling by punching 
the wall (Participant B2) and breaking a chair (the father). 
On contrary, the negative impacts of conflict were relatively low when one or both parties 
communicated positive emotions. For instance, an incident (11B) between a father and his son 
(Participant B1) occurred when the son proposed to give bonuses to high achieving employees. 
This disagreement was marked by the anger of the father. The son was not provoked by his 
father’s response. He discussed his proposal again and sought his father’s approval when 
hisfather became calm. This incident was clearly described by the son: “When I said that good 
employees should be entitled to bonus, my father said that I was presumptuous and he was very 
angry. I said nothing and went home. I avoided frontal conflict. In the next few days, I met him 
when he was calm. We discussed again. Finally, we took a mid-way solution.” 
Proposition 2: 
Conflict is more likely to escalate when conflicting family members express negative emotions 
The inclusion of non-family employees 
Non-family employees were often involved in conflict along with family members. This study 
found that the inclusion of non-family employees in intrafamilial conflict could worsen the 
conflicts (Table 3).For instance, incident 7A shows how a father (Participant A1) was in conflict 
with his son who proposed to increase the salary of their employees. Some employees who 
wanted to earn higher salary took advantage of the tension between the father and his son. They 
persuaded the son to raise the salaries of employees. The son raised the salary of the employees  
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without the knowledge of his father. As a result, conflict between them became intense. Their 
communication was broken and finally, the son was transferred to other division which has a 
more established system. (Participant NF A1) 
Incident 8A describes the tension between siblings that arose when employees provided 
tendentious information to a family member (a brother/Participant A2) about employees’ 
performance in other divisions (managed by a sister/Participant A3). The sister could not accept 
the blame from her brother. In this conflict, some employees took the side of the sister and some 
others took the side of the brother. Their relationship was negatively affected by the situation and 
there were poor communication between them. (Participant NF A1)  
Incident 14B and 10Bin Company B, show how employees gave misleading information to 
conflicting siblings. Participant B1 was in conflict with his young brother (Participant B2) about 
developing a new business unit (incident 14B). The conflict escalated when a non-family 
employee provided erroneous information, as reported by Participant B1: “Once I instructed my 
subordinate to fix a kind of plant facility (cowshed), but some other employees said that my 
brother prohibits it. After I traced the source of information, I found that it was not true. So be 
careful with the source of information. Do not let any provocation comes from the bottom 
(employees).” He reaffirmed this story and stated: “We also need to be aware of intrafamilial 
conflict triggered by provocation from employees. Conflict becomes worse because of the 
opportunistic involvement from a third party.” 
This fact was supported by non-family employee’s statement that indicated the negative 
effect of external party’s involvement. He stated: “There is almost no communication among 
them. They communicate and control what their family members want through a third party 
[employees]. In this case, the involvement of the third party is dangerous because it can worsen 
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the situation.” (Participant NF B1). Later, Participant NF B1 explained that some employees 
might be two-faced people.  
However, the highlighted text in Error! Reference source not found. shows some 
exceptions to this depiction of the involvement of non-family employees in the conflicts. 
Conflicts (incidents 5A & 6A) between a father (Participant A1) and his son in-law (Participant 
A4) in Company A and a conflict between a father and his son (Participant B1) in Company B 
involving non-family employees did not influence the family business subsystems. Although 
conflicts (incidents 16C & 17C) between family members in Company C negatively affected 
individual well-being (Participant C2), non-family employees were not involved in the conflict. 
Nevertheless, the bad experiences faced by family members in Companies E and F indicate 
the negative influence non-family employees may have. The founder (Participant E3) of 
Company E suggested that along with spouses, non-family employees can potentially worsen 
family business conflicts: “If nobody provokes us, the differences in views or opinions among 
family members will not escalate to a higher level of conflict. The potential provocateurs are 
wives and employees.”  
Similar experiences have been reported by two participants from Company F. A non-
family employee said: “Employees may take advantage of family members’ differences. Some 
employees stood behind an owner and some other employees stood behind another owner.” 
(Participant NF F1). This involvement worsened the conflict. Later, family members realised that 
conflict has been exacerbated by the involvement of non-family employees and developed a 
family forum for decision making, described by Participant F2: “Coordination among family 
members is required because employees may take benefit by hiding behind a family member and 
be divided into blocks. We established the ‘corporate’ as a forum for making the decision.”  
  #13168 
25 
 
Proposition 3: 
The involvement of external parties – non-family employees – in intrafamilial conflict is more 
likely to escalate the conflict.  
Discussion  
The present study identified three factors that may related to the degree to which conflict 
outcomes tend to become destructive.  
First, conflict participants tend to employ his/her preferred strategy over the course of a 
conflict. The findings show that conflicts tend toward destructiveness when both parties’ 
strategies used are more self-concerned and less concern for others (a dominating strategy). 
These findings partially support the findings of the prior study by (Sorenson, 1999) which 
reported the positive impact of a collaboration (integrating) strategy and the negative impact of a 
completion (dominating) strategy on both the business and the family. However, the results in 
the present study are partially inconsistent with Sorenson (1999), who argued that an avoidance 
strategy leads to negative outcomes for both the family and the business. The findings here show 
that a family member chose to avoid conflict with other family members in order to keep family 
harmony.   
Second, the study identifies the role of family members’ negative emotions, such as anger, 
frustrated, annoyed, and so forth, in intensify the conflict and related to the escalation of the 
conflict. The present study shows that family members express both positive and negative 
emotions when involved in a conflict. This result is consistent with Tagiuri and Davis (1996) 
who suggest that family members express their emotions differently. This study also shows that 
family members are more likely to express negative than positive emotions. Their familial ties 
may allow them to express their feeling freely. The result here indicated that negative emotions 
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may explain why some family businesses experienced destructive conflicts. This confirms the 
suggestion by Danes et al., 2009 and Eddleston and Kellermans, 2007 that while negative 
emotions arise the familial interactions can be harmed. However, to my knowledge, no research 
has explicitly examined the expression of negative emotions of family members and its impact 
that this may be have on family business conflicts.  
Finally, non-family employee(s) can be a party to promoting the escalation of conflict, 
particularly key employee(s) who have been working alongside family members for many years 
and have gained positions as confidants. They initially may seek to facilitate communication and 
mediate but if they have their own motivations, interests, or biases, their involvement in 
intrafamilial conflict is more likely to escalate it.  
Although the role of non-family employee(s) in family businesses has been recognised in 
the  literature (Blumentritt, Keyt, & Astrachan, 2007; P. Davis & Stern, 1988; P. S. Davis & 
Harveston, 2001; Dyer, 1989; Hall & Nordqvist, 2008; Sonfield & Lussier, 2009; Wakefield & 
Sebora, 2004). The studies which have considered their influence on family business conflict (P. 
S. Davis & Harveston, 2001; Wakefield & Sebora, 2004) did not use them as explanatory 
variables. Moreover, the previous studies (e.g., Wakefield & Sebora, 2004) focused on the role 
of professional outsiders, such as consultants, therapists, attorney financial planners, and 
advisors or considered their inclusion in the board of directors. The result of this study 
contributes to the literature by showing the significant of non-family employee(s) in conflict. 
Although non-family employee(s), particularly those who are working alongside with the family 
members, have less power than the conflicting parties and are not directly involved in the 
conflict, they may bias by taking the opportunity to benefit them and tend to be pulled-in and are 
forced to take sides.  
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Summary and Implications 
This study was conducted to gain a deeper understanding on factors that may escalate conflicts in 
family businesses. Apparent from the data is the conclusion that conflict will escalate to a more 
destructive level when the conflicting parties employ a dominating strategy, in which each party 
tend to stick on his/her own way or ignoring others’ opinions; express their negative emotions; 
and when the non-family employee(s) are involved in the conflict.  
A key contribution of this study is that it addressed the role of family members’ negative 
emotions and the involvement of non-family employee(s) in the escalation of family business 
conflict. This study suggests that how individuals react emotionally in conflict is related to the 
intensity of conflict. The expression of negative emotions is more likely to escalate the conflict. 
This study extends the family business literature on the role of non-family employees in family 
businesses by providing empirical evidence that non-family employees may contribute to 
escalate conflicts. Although family business studies have acknowledged the important role on 
non-family employees in family businesses (Blumentritt, et al., 2007; P. Davis & Stern, 1988; P. 
S. Davis & Harveston, 2001; Dyer, 1989; Hall & Nordqvist, 2008; Sonfield & Lussier, 2009; 
Wakefield & Sebora, 2004), to the best of my knowledge, no empirical study has been conducted 
to examine their role in escalating conflict.    
This study also has several implications for practice. The findings from this study suggest 
that, first, family members should avoid using a dominating strategy to deal with conflict with 
other family members. This study shows that integrating or compromising strategies are more 
effective in resolving conflict than others. Second, in order to separate emotions from cognition, 
family members may increase their skills of gaining mutual understanding and of managing the 
conflict or may involve a professional mediator (e.g., a business consultan who is working with 
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family business) to assist in reducing or resolving the conflict. This may support family members 
to separate Third, conflict should be handled without involving non-family employees to avoid 
more escalations of the conflict. Non-family employees may bias by taking side and benefit for 
themselves. The involvement of non-family employees in discussing or solving conflict should 
be done in an official meeting rather than an informal discussion.  
Limitations 
Due to the relatively small sample size of six family businesses and the convenience sampling 
technique used, this sample cannot be considered to be representative of all privately-held large-
scale family businesses in Indonesia and the results cannot be generalised to the population.  
This study may also have limitations in generalizing to other cultural background because 
it was conducted in Indonesia which family ties are strong. The father is usually dominant and, 
as well as senior generation family, respected. This may different from the Western pattern of 
relationships as well as from other Eastern countries.  
This study is also limited to the family members involved in top management team. 
Actually, family members outside the business can have significant influence on business 
operations and on strategic decision making processes and intrafamilial conflict that occurs in 
family businesses may also involve and influence by family members out of the business (P. S. 
Davis & Harveston, 2001).  
As the nature of qualitative approach, this study is potentially subjective biased because it 
depends on the researcher’s own judgements and interpretations. To promote the trustworthiness 
of the findings, this study employed multiple data sources, multiple coders, member checking 
within the interview process and thick description.  
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Suggestions of Future Research 
One of the critical issues in family businesses is the occurrence of conflict between family 
members within the business. Based on the result of this study, future research regarding the 
conflict escalation needs to focus on issues around the use of a dominating strategy by family 
members to deal with conflict between them, as this appears to be the only conflict handling 
strategy that escalates both inter- and intragenerational conflicts. Additionally, the expression of 
negative emotions also increases the intensity of conflicts.  Factors that influence the choice of 
conflict handling strategies and the expression of negative emotions, such as individual 
personality, need to be explored.  
This study also identified the contribution of non-family member employees to the 
escalation of conflicts. Van De Vliert (1981) recognised this possibility in the context of dyadic 
conflict. Empirical research is needed to confirm that non-family employees influence family 
business conflicts and to identify how they drawn into the conflicts, what their reactions to 
conflict situations are and how their involvement may enlarge or reduce the conflicts. This study 
could be further extended by including the role of other parties, such as family members not in 
the business, friends and third parties, in the conflicts.  
Regarding to methodological limitation, such as the small sample sized, future research 
using larger sample size is recommended to get a more comprehensive picture of family business 
conflict, such as the differences in characteristics of inter- and intragenerational conflicts, in 
various level of involvement, and in multi- and single generational family businesses. 
Furthermore, the used of a different methodology, such as a network analysis or a longitudinal 
study, may increase understanding of conflict in family firms. Previous researchers have mainly 
focused on dyad conflicts between father – son or father daughter (Haberman & Danes, 2007) 
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and have not paid much attention to the interpersonal relationships between team members. As 
family TMTs have a complex pattern of interactions, communications and informal behaviours, 
it may important to expand the unit of analysis from a dyad to a network in order to allow a more 
accurate diagnosis of family business conflict in which better conflict management strategies can 
be developed. A longitudinal study can give more knowledge about the process of how conflicts 
escalate.  
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Table 1 
List of the Incidents 
Incident 
number 
Complete statements describing the incident 
1A “Dispute among family members occurred in deciding employee’s placement. My son said: “I 
don’t want to work with her [a non-family employee]” but I kept employing her and moved her 
into another division.” 
2A “Once there was a sharp clash between my wife and me about a manager. I wanted to keep 
employing him but my wife wanted to fire him.” 
3A “Conflict also occurred when my son proposed a computerised information technology system. 
We [parents] thought it was very expensive. My son argued that it would be beneficial for the 
company and tried to convince us.” 
4A “I [a son] prefer to hire employees from within the company, so there is a clear career path for 
employees. Employees who have good performance can be promoted. My father prefers to hire 
employees from other companies.” 
5A “My father and I often have different perspectives. For example, my father measures 
performance from how much we can sell but for me sales are not the only indicator of a 
successful business.” 
6A “My father in-law wanted me to get involved in lower-level management tasks. We (my wife & 
I) thought we don’t need to because we could read reports.”  
7A “Conflict between father and son also occurred when, unbeknownst to his father, the son raised 
the employees’ salary.” 
8A “Based on information from someone, my younger brother gave negative comments about my 
staff. He didn’t know my staff, but he made a negative judgement. In my opinion, my staff is 
good employee. Perhaps, my brother would like to warn me but I didn’t easily accept his 
comments.” 
9A “A sharp conflict occurred when we [parents] do not approve my son’s choice of girlfriend. It 
impacted his work. He was rarely in the office or came to work.” 
10B “I wanted to do backward integration to support the availability of raw material but my sister and 
my brother didn’t understand these needs. Finally, I decided it by myself and let them see the 
result.” 
11B “When I said that good employees should be entitled to a bonus, my father said that I was 
presumptuous and he was very angry.” 
12B “According to my father, our core business was business unit B (managed by my older brother). 
Therefore, resources [funds] were mostly allocated to that unit. I didn’t agree with him. Now, 
this business unit could not compete and lost its market share significantly. I want to develop the 
product but we cannot finance it. We have lost the momentum. 
13B “In my opinion, product A has a good prospect. Conversely, my father was very pessimistic” 
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Table 1 
List of the Incidents (Continued) 
Incident 
number 
Complete statements describing the incident 
14B “My brother wanted to continue developing a new business unit. Basically I was not against the 
plan. But we needed a good business plan that describes the amount of investment required and 
the projection of the income. If we did not have it [business plan], I objected. I prefer to focus on 
these current businesses.” 
15C “Sometimes we [senior members] argued about whether to grant credit to a certain customer.” 
16C “A sharp conflict occurred when children proposed an integrated computerized program. We 
[older generation]previously refused it because it required a lot of investment and work, and we 
thought that we have not needed it yet. The second generation argued that this program will 
improve efficiency.” 
17C “To mark the company’s 40th anniversary. I suggested a customer reward program by inviting 
them for an overseas trip.  It took two years to convince the older generation.” 
18D “There was a sharp difference in determining marketing strategy.” 
19D “There has been a sharp conflict when we select business consultant. Finally I realised that other 
people may have knowledge and skill that we do not have.” 
20E “For example, it was about business development. My father intended to buy new machinery. We 
(my brother and I) did not agree. My father did not know the market because he did not involve 
himself in day-to-day operation.” 
21E Another example of conflict: we discussed about cash flow [note: matching between collection, 
payment and investment]. 
22E “Sometimes we (my brother and I) argue about the place to buy spare parts. I thought the price 
was too high. I asked him why he bought it in that place. If he had a good reason, I accepted it. If I 
thought there was a better place, I would tell him.” 
23E “I wanted to implement an automatic packaging system. There were constraints but I thought we 
could handle it. My brother disagreed with me. We delayed the decision.” 
24E “As a financial director, I monitor overdue receivables. As long as marketing team can give clear 
explanation, I can accept it.” 
25E “Conflict often occurs among siblings. For example, the younger brother, who was responsible for 
raw materials, wished to take profit from the price fluctuation by selling some imported raw 
material. But he suffered considerable losses.” 
26E “Sometimes they [siblings] argued about when was the right time to buy raw materials because 
global market prices fluctuated. The younger brother is more conservative than his elder brother.” 
27F “Our fathers preferred to use the old machine. We described the benefit of the new machine, such 
as higher speed and efficiency. They did not agree. We kept on trying to convince them.” 
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Table 2 
Codebook  
Frequency of conflict: 
 
Negative emotions: 
 
Negative perceptions: 
 
Often 
Frequent 
Common 
Always  
A lot of 
Rare 
Sometimes 
Several times 
 
Angry 
Quarrel 
Frustrated 
Up set 
Annoyed 
Emotional  
Irritated   
Hit the wall 
Broke a chair 
Presumptuous 
Dominant 
Must obeyed 
Powerful 
Does not listen to others 
Lack of experience 
Still young 
consider their children as 
‘kids” 
   
Intensity of conflict: 
 
Responses to conflict: 
 
Conflict: 
 
Frontal 
Intense  
Hard  
Sharp  
Protracted 
 
Discussion 
Avoid arguing 
Mid-way solution 
Delay the decision making 
Decided by my self 
Silent 
Quiet 
Unwilling to argue 
Relent 
Disagreement 
Tension 
Debate 
Argue 
Different views 
Different reasons 
Clash  
 
 
Negative Effects of conflict: 
 
 
Individual level: 
 
Fired from the company 
Expelled from home 
Family level: 
Do not talk each other 
Avoid meeting with other 
No communication 
 
Business level: 
 
Lost market share  
Could not compete 
Decrease in sales  
Confusing non-family 
members 
Split into groups 
fragmented groups 
Family level: 
 
Did not talk with 
Avoid to meet  
Communication not smooth 
 No communication 
Expelled from home 
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Table 3. 
 Conflict Handling Strategies, Expression of Negative Emotions, and Involvement of Non-family Employees in Conflict 
Effects of conflict 
Party 1 Party 2 
N
o
n
-F
am
il
y
 
In
v
o
lv
e 
in
  
co
n
fl
ic
t 
In
ci
d
en
ts
 
In
d
iv
id
u
al
 
F
am
il
y
 
B
u
si
n
es
s 
 
Kinship  
Emotion / 
behaviour 
responses 
Conflict 
handling 
strategy 
Kinship  
Emotion/ behaviour 
responses 
Conflict 
handling 
strategy 
 
(-) (-) (-) Father (A1)   (-) 
Anger 
Dominating 
(must be 
obeyed, low 
concern for 
others) 
Son 1  (-) 
Anger, do not talk to 
his father, avoid to 
meet his father 
Dominating 
(stick on his 
own way) 
Yes 1A, 7A, 
9A 
 
(-) (-) (-)  Father (-) 
Anger, broke a 
chair 
Dominating 
(insisted their 
own opinions 
were better) 
Son (B2) (-) 
Emotional outbursts, 
punched the wall 
Dominating 
(insisted their 
own opinions 
were better) 
Yes 12B,13B 
 
(-) (-) (-) Sister (A3) (-) 
Anger 
Dominating 
(ignoring 
others’ 
viewpoints) 
Brother (A2) 
 
(-) 
Blame 
Dominating 
(won’t relent) 
Yes 8A 
 
(-) 
 
(-) 
 
(-) Brother (B1) * Dominating 
(ignoring 
others’ 
viewpoints) 
Brother (B2) (-) 
Emotional outbursts 
Dominating 
(defends his 
ideas toughly) 
 
Yes 
 
10B,14B 
(-) 0 0 Father  (C1) 
/uncle 
* * Son/nephew 
(C2) 
(-) 
Frustrated  
Avoiding/ 
Obliging 
(Avoid 
arguing) 
No 16C,17C 
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  Table 3 
  Conflict Handling Strategies, Expression of Negative Emotions, and Involvement of Non-family Employees in Conflict (continued) 
Effects of 
conflict 
Party 1 Party 2 
N
o
n
-F
am
il
y
 I
n
v
o
lv
e 
in
  
co
n
fl
ic
t 
In
ci
d
en
ts
 
In
d
iv
id
u
al
 
F
am
il
y
 
 
B
u
si
n
es
s 
 
Kinship  
Emotion / 
behaviour 
responses 
Conflict handling 
strategy 
Kinship  
Emotion/ 
behaviour 
responses 
Conflict handling 
strategy 
(-) 
 
0 
0 
 
0 
0 
 
0 
Father (A1)  (-) 
Irritated 
Dominating 
(must be obeyed, 
low concern for 
others) 
Daughter (A3) 
 
 
Son in-law  
(A4) 
(-)  
Annoyed  
 
(+) 
 Easy going 
Avoiding 
(avoid arguing & 
confrontation) 
Yes 5A, 6A 
 
0 0 (-) Father (A1) (-) 
Annoyed  
Dominating 
(must be obeyed, 
low concern for 
others) 
Son (A2) (-) 
Anger, emotional 
Avoiding/ 
Obliging  
(relent) 
Yes 3A, 4A 
0 0 0 Father  (-) 
Anger  
Compromising/ 
Integrating  (mid-
way solution; 
merge insights) 
Son (B1) (+) 
Said nothing, calm 
discussion 
Compromising/ 
Integrating  (mid-
way solution; 
seeks his father’s 
approval) 
Yes 11B 
0 0 0 Father (E3) (+) 
Positive  
Compromising/ 
Integrating 
(appreciates his 
sons opinions; 
nurturing) 
children (E1, 
E2) 
(+) calm (E1) 
(-) Annoyed (E2) 
Compromising/ 
Integrating 
(respectful of 
others opinions; 
group consensus) 
No 
a 
20E, 21E 
0 0 0 Father/uncle 
(F1) 
 
* Compromising/ 
Integrating 
son/nephews 
(F2, F3, F4) 
(+) 
Not emotional 
Compromising/ 
Integrating 
No 
a 
27F 
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  Table 3 continued 
  Conflict Handling Strategies, Expression of Negative Emotions, and Involvement of Non-family Employees in Conflict (continued) 
Effects of 
conflict 
Party 1 Party 2 
N
o
n
-F
am
il
y
 I
n
v
o
lv
e 
in
  
co
n
fl
ic
t 
In
ci
d
en
ts
 
In
d
iv
id
u
al
 
F
am
il
y
 
 
B
u
si
n
es
s 
 
Kinship  
Emotion / 
behaviour 
responses 
Conflict handling 
strategy 
Kinship  
Emotion/ 
behaviour 
responses 
Conflict handling 
strategy 
0 0 0 Brother (C1) * Compromising/ 
Integrating 
(tolerance for 
different views) 
Brother * Compromising/ 
Integrating 
(tolerance for 
different views) 
No 15C 
0 0 (+) Brother (D1) (-) 
Emotional 
Compromising/ 
Integrating 
(attempt to find a 
solution that 
satisfies all 
family members) 
Sister (D2) (+) 
Calm 
Compromising/ 
Integrating (avoid 
arguing) 
No 18D, 19D 
0 0 0 Brother (E1) (+) 
Calm, not 
emotional 
Compromising/ 
Integrating 
(tolerance for 
different views; 
try to find 
agreeable 
solution; 
democratic) 
Brother (E2) (+) 
Self control 
Compromising/ 
Integrating 
(tolerance for 
different views; 
try to find 
agreeable solution; 
democratic) 
No 22E, 23E, 
24E, 25E, 
26E 
* 0 0 Husband (A1)  * Dominating 
(must be obeyed, 
low concern for 
others) 
Wife  * Obliging 
(Satisfy her 
husband’s 
concern) 
No 
2A 
Note:     *) unidentified; (-) = negative effect; (+) positive effect; 0 = no effect. 
 
                a) Currently, non-family employees do not involved in the conflict, but these companies have had bad experience with this 
